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How to say “Goodbye” to good staff 

FROM KRAUTHAMMER 22.4.2008 

One Monday morning you arrive at work and your best employee comes into your office and says: 

“Good morning! Look, I’ve just come to say that I’ve decided to leave the company. I’m giving you two weeks’ 
notice. I’ve been offered another job that I don’t only like more, but it’s also better paid. Here is my letter of 
resignation”. 

What might be your reaction? You turn pale? You are pleased? You are angry? There are as many different 
reactions as there are managers and, as with employees, a manager’s reaction will depend on his or her type 
of personality. 

We can define six different types of reaction: 

• Type 1: “I don’t believe it, what is this you’re saying, John? And to think I placed so much trust in you. 
In fact I had been thinking of promoting you very soon and giving you a raise….”  

• Type 2: “Fine then! The sooner the better. If you’re leaving, forget about two weeks’ notice, you might 
contaminate the rest of the staff. So get your things together and have your office cleared in two 
hours”.  

• Type 3: “Okay, I understand that you’re going through a bad patch. Stress can take its toll, so have 
some time off, relax, think it over and come back. Where could you possibly be better off than here?”  

• Type 4: “Oh! Yes, I see. I had been expecting this because you have no career development 
prospects here at all. It’s a pity that we spend our time in this company saying goodbye to good staff 
and are always left with the bad ones…”  

• Type 5: “Okay then, let’s have a crisis meeting. How much do we need to raise your salary? What 
post should we create to keep you happy?”  

• Type 6: “You’re leaving? Well, I’m sorry to hear that, because you are very good for this company. In 
any case, I can understand that you might be looking for career development prospects, so I wish you 
the best of luck in your new challenge and, if you should ever need assistance or a recommendation, 
you know where to find us…”  

Unless it is a company strategy to act as a vocational school, why give good staff an opportunity to leave? 
Why not keep high flyers in the company? 

First, let us define what we mean by “good staff”, so that we are all talking about the same thing: 

Good staff members are people known as “high flyers”, employees with very good skills for their job and with 
bags of enthusiasm and motivation to do things “well”. They are the sort of professionals that we often find 
ourselves seeking with a fine toothcomb in a job selection process. They are our “diamonds”, the kind of 
people that we always want to join our company and who tend to cause us a lot of headaches afterwards. 

Good staff members are people who dare to do the things that we believe are impossible, who set themselves 
challenges and are always ready to contribute to the team, to share their knowledge, to develop professionally 
and to develop others, whilst respecting the company’s values. 

Sadly, we usually realise that staff members were good only after they have left. 
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If you are a boss or manager and have a team of people working with you, then you will certainly be interested 
in the 10 rules for saying goodbye to good staff: 

1. Do not keep your promises, or in other words, promise things that you do not intend to deliver. Do not 
abide by your company’s values because they might be okay written down on paper but otherwise 
they are useless.  

2. Take no interest in good staff either as people or professionals.  
3. Don’t even think about offering them staff development geared specifically to them! It would be crazy! 

What if they were to set their cap at your own job? Forget about wasting money on training and 
coaching sessions because all that is just a passing fashion.  

4. Don’t be stupid: listening and asking questions is just a waste of time, and all we are paid to do is to 
get the job done.  

5. When you have a meeting with your staff member, always start on a negative note because how are 
you going to help them to get good otherwise?  

6. Of course, whenever there is something you do not like, then go straight away to tell them exactly how 
things stand because it will undoubtedly have much more impact if they see you coming in fists flying.  

7. Be sure not to give them any recognition at all for their work and, where possible, if they do something 
well, don’t let anybody know, strictly no-one, not a single soul in the organisation. If you do, then you 
run the risk of their being poached by another department or, even worse, of their being promoted. If 
you discover that there is something they do well, try to make sure that they do it only for you and that 
you tell them how to do it, but make certain that nobody else finds out about it… Use their ideas and 
take all the credit for yourself! Make them understand that the better things go for you, then the better 
things will go for them, and that they should be understanding.  

8. Don’t ever let them do lots of the things you are required to do and which you believe they would do 
well because it would make your job totally meaningless.  

9. Create a working environment around that staff member that you know they will be uncomfortable 
with. Let them get used to working in a hostile environment, because you yourself had to learn the 
hard way that life is never easy.  

10. And of course, make sure they always do what you say, not what you do.  

If you follow these 10 rules, then you are more than ready to say goodbye to good staff. Perhaps you 
shouldn’t get out your pack of tissues when they leave because, if your company fails to thrive, you might well 
be fired yourself. 

Let’s be realistic, as managers, to whom do we owe our success? What would we do without our team of 
employees? 

Research has shown that a very important factor influencing whether a high flyer leaves a company is the 
management style of their boss or superior, a style that does not suit the employee. In fact, everyone needs a 
management style, and a good staff member needs their own style of management, one geared to suit them. 

So we encourage managers to ask themselves a series of questions, based on the above 10 rules: 

1. Do I keep my promises? Do I live by my organisation’s values?  
2. Do I take into account the level of skills and motivation of each member of my team? Do I know them 

well? Do I know what they like to do, what they do well, what their dreams are…?  
3. What sort of influence do I exert on my employee? Are they happy to see me? And, for my part, when 

I see them in the corridor or at a prearranged meeting, am I happy to see them? It goes without 
saying that employees notice all these things…. even over the phone!  

4. Do I prefer to be the first to find out how things are going, or the last? To be pro-active or reactive?  
5. How would I feel if my boss never had anything positive to say to me?  
6. What sort of impact do I want to have on my employee: long term or short term? And how would I like 

the relationship to be: long term or short term? Showing no self-control at all certainly has an impact, 
but always a negative one.  

7. Am I a manager who thinks only about myself? Is there only me then? Or do I consider others? Am I a 
manager who is there to serve others, or to be served? Do I play manipulation and motivation games? 
…. Of course it’s always fun to play games but am I aware of the risks? If the situation gets out of 
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hand, do I know how to handle the risks?  
8. What would have become of me if I had never been allowed to do anything while I was learning? Or 

am I simply behaving in exactly the same way as my own teacher and am now having my revenge?  
9. If we create a hostile environment, it is logical for an employee to leave. Do I know what their working 

environment is like? Have they been given the necessary resources?  
10. In the final analysis…. managers always serve as a model, be it good or bad. The question is, am I an 

exemplary manager?  

What are your conclusions? Do you feel like doing something about it? Do you feel the need and urgency to 
do so? If you do, we are delighted that you can start doing something about it on the basis of these questions. 
We can help you. Don’t “try” to change…. Just change, full stop! Dare to do things differently. 

Just like a living being, every organisation evolves. New people join, others leave and yet others decide to 
stay. 

Leaving aside these various comings and goings, Blessing & White said that the more an individual’s personal 
values coincide with those of the organisation, the greater the likelihood of us successfully maintaining a long-
term relationship with that individual. If, in addition, that individual makes a significant contribution to the 
company and, equally, the individual derives great satisfaction from working in it, then we have a situation 
where the entire staff is working in a “golden triangle”, which is ideal for both company and employee. 

As managers, we are always taking decisions, including who stays, who leaves….It stands to reason that if 
you see that you have an employee who contributes nothing, you will decide that the person must leave, even 
if you get on well with them personally. Equally, if an employee of yours feels that the company for which they 
are working does not give them what they were hoping for and that they have been making a significant 
contribution without receiving any recognition at all, then it is perfectly understandable if they lose motivation 
and to decide to leave. 

Conclusion: 

It is always a pleasure and a satisfaction to have been able to contribute to the development of staff who, with 
great skill and above all great determination, struggle to develop themselves and to contribute to society, to 
help make a better world. 

It may be that one day a good staff member who is leaving your company fails to return because they, like 
you, are busy developing other good staff members. It may well be that they do indeed return and, if they do, 
it will be because you knew how to say goodbye in the exemplary manner required of a manager. This will 
give you the satisfaction of having an employee who is much more valuable than the one who left. 

Do we have the management and communication skills to make our team a success, always saying 
“hello” to good staff? 

End note: I should like to extend special thanks to all those people, those “good staff”, who shared their 
stories about company arrivals and departures with us during individual training and coaching sessions. 

By Maria Teresa Alonso, Krauthammer Senior Consultant and Partner 

About Krauthammer: Coaching, consulting and training company Krauthammer assists clients worldwide in 
successfully uniting permanent people development and sustainable business performance. It offers major 
change implementation and human capital development programmes at the individual, team and corporate 
levels optimising the personal effectiveness of leaders and managers, salespeople and negotiators, trainers, 
coaches, consultants and support staff. Established in 1971, Krauthammer has 270 consultants and 
employees, delivering services in over 51 countries, in 15 languages. International consistency and the 
ongoing professional development of the consultants are ensured by four annual Krauthammer University 
sessions where every consultant spends between 4 and 5 weeks per year. www.krauthammer.com   
 


